Abstract-This research aaimed to obtain empirical findings of the influence of perceived organizational support (POS) and workplace spirituality on lecturers' job satisfaction, organizational commitment, and organizational citizenship behaviors (OCBs). The population of this study consisted of all permanent lecturers in the University of Lambung Mangkurat (ULM). Respondents were taken from four academic ranks (lecturer, assistant professor, associate professor, and professor). The data were analyzed by using Descriptive Statistic Analysis and Partial Least Square. The results of this study indicated that POS significantly influences lecturers' job satisfaction but insignificantly influences lecturers' organizational commitment or OCBs; workplace spirituality significantly influenced not only lecturers' job satisfaction but also lecturers' organizational commitment and OCBs; job satisfaction significantly influenced lecturers' organizational commitment but insignificantly influenced lecturers' OCBs; and organizational commitment significantly influenced lecturers' OCBs. Both job satisfaction and organizational commitment could partially mediate the influence of workplace spirituality on lecturers' OCBs.
I. INTRODUCTION
Several studies in the field of higher education state that the existence of a lecturer is one of the factors determining the success rate of students in the process of transformation of science and technology as well as ethical and moral internalization. The existence of a lecturer is expected to encourage students to study in earnest and optimize their capabilities, although it also depends on students' own willingness. As Henard & Roseveare (2012) stated that quality teaching in higher education matters for students learning outcomes.
In the context of organizational behavioural sciences, various problems faced by lecturers can be associated with the demanding roles that they hold, a lack of resources, as well as the limitations of what is expected to be obtained on the job. These problems become an obstacle to the realization of one of the three important roles of a lecturer in the organization, particularly the extra role of behaviours, as known as Organizational Citizenship Behaviours (OCBs).
The discussion about OCBs would not be separated from the concept of organizational and workplace spirituality. Perceived Organizational Support (POS) implies the extent to which an organization is considered appreciative to the values of employee contributions and care about their welfare. Workplace spirituality implies the extent to employees' perception that the workplace where they run their profession has spiritual values. In addition, to encourage every member of the organization performing extra role behaviours, the attitudes associated with the work itself (work-related attitudes) should also be considered. Greenberg & Baron (2003) mentioned that the attitudes related to work such as job satisfaction and an employee organizational commitment [6] . These two attitudes will encourage them to work beyond their formal role.
A. Research Problem
Based on the problem formulation, the research questions that arise are:
1. Does POS significantly influence ULM lecturers' job satisfaction? 2. Does POS significantly influence ULM lecturers' organizational commitment? 3. Does POS significantly influence ULM lecturers' OCBs? 4. Does workplace spirituality significantly influence ULM lecturers' job satisfaction? 5. Does workplace spirituality significantly influence ULM lecturers' organizational commitment? 6. Does workplace spirituality significantly influence ULM lecturers' OCBs? 7. Does job satisfaction significantly influence ULM lecturers' organizational commitment? 8. Does job satisfaction significantly influence ULM lecturers' OCBs? 9. Does organizational commitment significantly influence ULM lecturers' OCBs?
B. Research Target
The target of this study was to obtain empirical evidence in explaining the relationship between POS and workplace spirituality towards OCBs through the creation of job satisfaction and organizational commitment. The existence of empirical evidence will become the basis to give certain recommendation to board of university and faculty leaders in formulating organizational policies related to organizational support provided to the lecturers as well as in creating workplace spirituality so they may increase lecturers' job satisfaction and organizational commitment and at the end encourage the emergence of OCBs among lecturers in favour of organizational efficiency, effectiveness and creativity.
C. Perceived Organizational Support (POS)
POS is defined as an employee perceptions regarding the extent to which the organization gives support to employees and the extent of the organization's readiness to provide assistance when needed (Pack, 2005) . According to Rhoades and Eisenberger (2002) , POS refers to employee perception of organizational support regarding to the extent organizations value their contributions and care about their welfare. If the employees consider they receive high level of organizational support then the employee will unite the membership of the organization into their identities and then develop a relationship and a more positive perception about the organization. With the united membership in the organization and the identity of the employee, the employee will have a sense of belonging and obligation to contribute and give their best performance to their organization.
D. Workplace Spirituality
Robbins (2005) stated that" the concept of workplace spirituality draws on our previous discussion of topics such as values, ethics, motivation, leadership, and work/life balance". He also stated that "workplace spirituality recognizes that people have an inner life that nourishes and is nourished by meaningful work that takes place in the context of community. Organizations that promote a spiritual culture recognize that people have both mind and a spirit, seek to find meaning and purpose in their work, and desire to connect with other human being and be part of community". According to Mitrof & Denton (1999), workplace spirituality is defined as "the effort to find one's ultimate purpose in life, to develop a strong connection to co-workers and other people associated with work, and to have consistency (or alignment) between one's core beliefs and the values of their organization". Milliman et al. (2003) states that there are three dimensions of workplace spirituality which are: a. Purpose in one's work or " meaningful work" b. Having a "sense of community" c. Being "alignment with the organization's values".
E. Job Satisfaction
In a broad sense, Jernigan et al. (2002) reports that job satisfaction is defined as one's sense of satisfaction not only with the work but also with the larger organizational context within the existing work. Thus, job satisfaction is not only related to satisfaction with work itself but also related to the broader organizational context that relates to the job.
F. Organizational Commitment
The development of research on the construct of organizational commitment gave rise to various views, such as a consensus on organizational commitment in a multidimensional context. For example, Allen & Meyer (1990) introduce the construct of organizational commitment in three dimensions, namely (1) affective commitment as an emotional attachments to organizations where employees identify themselves to the organization and enjoy the membership of the organization; (2) continuance commitment that is related to the costs occurred when leaving the organization, and (3) normative commitment as a feeling of responsibility to remain in the organization.
G. Organizational Citizenship Behaviors (OCBs)
Organ et al. (2006: 8) defines OCBs as the employees' extra-role behaviors in a working group, in which they like to do other tasks beyond their job description. Explicit action is not recognized by the formal system of the company, but it can improve the overall organizational efficiency and effectiveness. There are seven types of extra-role behaviors or OCBs explained by Organ et al. (2006: 297) , namely: (1) helping behavior, (2) sportsmanship behavior, (3) organizational loyalty behavior, (4) organizational compliance behavior, (5) individual initiative behavior, (6) civic virtue behavior (sincerity), and (7) self-development behavior [17] . 
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II. METHOD
A. Research Design
This study was an explanatory (causality) study that aimed to find explanations of the relationship between variables using hypothesis testing which results can be used as a basis for generalization (Sekaran, 2003: 126) . Primary data was collected using questionnaire survey technique.
B. Population, Sample Size and Sampling Techniques
The population in this study was all of 1022 ULM lecturers whose status is as Civil Servants that spread across 10 faculties. Sample size in this study was 130 lecturers selected through cluster-proportional stratified random sampling.
C. Research Variables Classification
Based on the pattern of causality in Figure 1 , the various latent variables used in this study can be classified as follows: independent variable (exogenous) represented by POS and workplace spirituality; mediating variables (intervening) is represented by job satisfaction and organizational commitment; while the dependent variable (endogenous) represented by OCBs.
D. Research Instruments
This study used survey methods with questionnaire as the instrument to collect data. Statements in the questionnaire were made in a close-ended questionnaire that consists of 5 (five) points of Likert Scale.
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III. RESULT AND DISCUSSION
Respondents in this study consisted of Chairmen of the Program or Head of Department taken as a separate sample to give an assessment to ULM lecturers' OCB as their subordinates. Lecturers selected as respondents were the source of the data as well as the subject of the study. The chairmen of the Program and Head of Department were considered formally authorized to objectively assess the lecturers who become their subordinates compared to lecturer's self-assessment on their OCB. The unit of research analysis was done at the individual level. All the 130 questionnaires were returned, giving a 100% response rate and all of them were fit to use in our analysis. There was no missing value in the whole sample.
A. Results of Validity and Reliability Test
Validity test results in this study can be seen in Table 1 . The test results obtained evidence that all research indicators were valid and can be used as an instrument to measure the variables defined in this study. Furthermore, reliability test results in this study used Cronbach Alpha technique as also shown in Table 1 . It obtained evidence that all variables in this study have a coefficient of reliability or alpha more than 0.60.
B. Characteristics of Sample
The representation of survey respondents based on faculty of origin showed that 25 out of total respondents (19.23%) taken from FKIP, 73 out of 130 respondents (56.15%) were female, 105 out of 130 respondents (80.77%) hold master (S2) degree qualification, 50 out of 130 respondents (38.60%) hold their academic rank as Assistant Professor and 31 out of 130 respondents (23,84%) had work tenure between 6 to 10 years. Based on the outcome of the PLS measurement model in Table  1 , the empirical model tested in this research has fulfilled the criteria of the validity and reliability tests. Job satisfaction measurement is considered as formative construct having ten (10) indicators whereas the other constructs are considered as reflective constructs.
The reason of considering job satisfaction as a formative construct based on the understanding that lecturers' job satisfaction is the sum of the satisfaction they might experience towards various aspects of their job. In this case, the indicators of job satisfaction construct drawn from the Herzberg's MotivatorHygiene theory.
This study examines nine main hypotheses. Hypothesis testing using the Partial Least Square method was evaluated through the significance parameter of the t-statistics. Table 2 presents the results of the hypothesis testing using the Partial Least Square techniques. Based on the results of the hypotheses testing as seen in Table 2 , it can be concluded that 6 of 9 hypotheses were statistically significant. The results were able to explain the link among POS, workplace spirituality, job satisfaction, and organizational commitment as the antecedents of OCBs. The finding of this study is considered important by providing additional empirical evidence regarding the importance of organizational support and workplace spirituality as basis for improving ULM lecturers' job satisfaction, organizational commitment and OCBs. The following section is intended to discuss the results of this study in detail. . POS in this study was measured by three indicators, namely fairness, supervisory support, and organizational rewards and working condition. Among these three reflective indicators of POS, the highest average response was on fairness dimension (3.71), followed by supervisory support (3.29) and organizational rewards and working condition (3.21). Higher responses to fairness dimension indicated that ULM lecturers prioritize the application of fairness elements in the implementation of university and faculty policies.
Hypothesis 2 stated that POS significantly influenced lecturers' organizational commitment. This study found that ULM lecturers' POS did not significantly influence their organizational commitment. It means that hypothesis 2 was not statistically supported. This finding was not consistent with the finding of Lew (2009) who found the role of POS on sense of responsibility, affective commitment and low turn-over at private colleges in Malaysia [9] . Furthermore, the results of this study did not support the study finding of Chiang et al. . The inconsistency of this study findings compared to previous empirical research was due to university organizational support is given to lecturers which considered as minimal. Related to UU RI No.14/2005 and PP 37/2009 which states that the lecturer as professional educators and scientists, the university leader should provide maximum supports to the implementation of the tasks of lecturers such as transform, develop and disseminate science and technology and the arts through education, research and community service. Besides, the institutional support of the profession of lecturers can be administered in the form of procurement and increased employment/academic activities, an additional source of income, increased expertise, proficiency/skill that meet quality standards as a profession, improvement of academic qualifications, as well as increased competence and responsibility for the execution of tasks as a professional lecturer. In addition, the organizational support from university leader should be guaranteed for the fulfillment of the rights of lecturers in earning an income above the minimum necessities of life and health insurance; promotions and awards; protection of intellectual property; chance to improve their competences; academic freedom, academic forum and scientific autonomy, freedom in giving graduation ratings of students and the freedom of joining association of professional organizations. On the other hand, the fulfillment of the various rights of the lecturer claimed responsibility for the lecturer in the form of an obligation to implement Tridharma Perguruan Tinggi; plan, implement and evaluate the teaching and learning process; promoting and developing academic qualifications; act objectively and non-discriminatively; upholding the legislation, codes of ethics, religious values and ethics; as well as preserving the unity and integrity of the nation. The result of this study explained that the relationship between POS and organizational commitment should be done through the mechanism of job satisfaction formation. The effect of POS on lecturers' organizational commitment can only occur through the role of job satisfaction. Hypothesis 4 stated that workplace spirituality significantly influenced lecturers' job satisfaction. As we have already known well, the dimensions of workplace spirituality satisfied higher order needs and spiritual needs of lecturers. The dimensions of the workplace spirituality were proved in encouraging desired affective responses of teachers so there was a positive relationship between workplace spirituality dimensions with lecturers' job satisfaction. These study findings 
This study explained that the mechanisms of workplace spirituality influenced on organizational commitment can occur directly without the role of job satisfaction as mediating variables.
Hypothesis 6 stated that workplace spirituality significantly influenced lectures' OCB. The result was consistent with some previous research conducted by Ayranci (2011) which found that the spirituality of work improved performance. The results of this study supported the notion that workplace spirituality positively influenced employees to work hard and enhanced their extra-role behaviours known as OCBs. In addition, the results of this study also supported previous research conducted by Liu (2008) (2012) which found a significant relationship between job satisfaction and lecturers' OCB-O in higher education environments. The result of this study explained that there was no direct relationship between job satisfaction and OCBs but the relationship may exist through the mediating role of organizational commitment. It is found that high job satisfaction could not automatically lead to OCBs but the relationship would exist through mediating the role of organizational commitment that led to the emergence of OCBs.
Hypothesis 9 stated that organizational commitment significantly influenced lecturers' OCBs. The result of this study showed similarities with the findings of other studies assessed the dominant role of organizational commitment dimension on OCB. In general, the result of this study provided support to some previous empirical studies that found significant relationship between organizational commitment and OCBs as conducted by Liu (2009) 
IV. CONCLUSION
Based on the results and conclusions obtained in this study, some suggestions are proposed as follows: a. Each faculty dean could improve their lecturers' POS by:
(1) encouraging a master degree lecturers to take doctoral program; (2) providing the opportunity and support to the lecturers to immediately obtain the certification of educators so that the lecturer gain more self-confidence to teach, guide students and carry out research and community service; (3) encouraging lecturers/ professors with various areas of expertise to conduct a collaborative research; (4) encouraging doctoral degrees lecturers to conduct high quality research and potential patent to meet the requirements to become Professor and increase the number of professors in ULM by preparing and providing research skim budgetary funding; (5) maintaining Chancellor's commitment to provide incentives to the lecturers who post to good-reputation international journals to significantly increase the number of publications, patents and intellectual property rights; (6) creating a conducive academic atmosphere to foster scientific leadership in building university or faculty research centers to motivate lecturers in conducting a series of scientific activities; (7) encouraging lecturers to prepare themselves for reaching their top career as a professor; (8) supporting the capacity building program by sending lecturers and education staff to nondegree training at various leading universities.
b. Lecturers' perceived workplace spirituality can be improved by providing the initial internalization training to share organizational values, the nature of the profession as an educator and the meaning of work as part of devotion for the new entrants. Faculty leaders need to seek cohesion and interconnectedness among the lecturers by creating a more-friendly working environment and promoting togetherness by occasionally doing outbound activities. Another way to increase workplace spirituality by giving Emotional Spiritual Quotient (ESQ) training and spirituality facilitation in campus area by providing a place of worship or meditation room.
c. Lecturers' job satisfaction could be increased by paying attention to low-scored indicators such as appreciation given
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by the university, faculty, and management, employment policies and procedures, promotion at work, as well as support for the promotion of lecturers' academic rank. The faculty and the university leaders should be able to recognize the contributions of lecturers through an annual basis awards and seek a more transparent culture of communication, which in particular can improve consensus among lecturers in educating and teaching, doing research and community service.
d. Lecturers' organizational commitment can be gained by giving greater support to the development of lecturers' ability/competence to achieve their best performance so then they are expected to have a greater emotional attachment against the institutions and have a willingness to work harder for the sake of organization. Job evaluation can be used to find flaws conducted by lecturers so as providing guidance and facilitation to the lecturers may be granted in order to maximize their ability to produce a better quantity and quality of work. The faculty leaders should be able to work together and communicate openly with one another as well as against the lecturers. Campus officials should have the expertise to support and monitor the lecturers more frequently and easily to find and make a direct approach to the lecturer. Furthermore, the college officials should be able to encourage the lecturers to participate actively in the decision making the process so that the opinions and will of the lecturers that can be transformed into concrete action will gain the recognition of all the academic community.
e. The effort to improve lecturers' OCBs should be considered two (2) main factors such as: internal factors and external factors. Internal factors come from the lecturers' own selves such as moral, lecturers' satisfaction toward his job and organization, lecturers' desire and positive attitude toward his work and organizations. While the external factors should be considered such as the improvement of the management system, the system of leadership and organizational culture.
